The purpose of this study is to know how the performance and performance of companies based on BSC on managerial performance as a moderation variable. Respondents of this research are employees and managers at PT Bank Danamon Indonesia, Tbk Surabaya Branch. Fifty four respondents participated in the survey. The type of data is primary data research. A data analysis method used in this research use analysis of moderated regression (MRA) with a program of IBM SPSS 20. Method of collecting data using questioner and sampling technique which is total method sampling. Data analysis techniques use multiple linear regression. The results of this study have theoretical and practical implications that can be used for the results of previous research and provide a new understanding of information systems and performance based on BSC on managerial performance. More details, the results of this study is useful as input for companies in the application of BSC to create a good performance measurement system. Employees will be motivated in work and will affect rewards that will also motivate employees in work. The results of this study show: (1) BSC performance measurement system has no significant effect on managerial performance improvement, (2) BSC based reward system has no significant effect on managerial performance improvement, (3) Motivation not able to moderate BSC based performance measurement system to increase managerial performance, (4) Motivation is unable to moderate BSC based reward system on improving managerial performance.
important for corporate organizations to reflect new thinking in the era of competitiveness and effectiveness of organizations. BSC according to Mulyadi (2009) , is a method of evaluating company performance using financial and non-financial aspects as outlined in four perspectives all of which are intertwined in a causal relationship that are financial or financial perspective, customer perspective, internal business process perspective, and learning perspective & growth. This perspective is very applicable to measure performance in an organization so that it can improve managerial performance in the company.
Before the implementation of the BSC, the company's performance measurement system emphasized financial aspects. This can no longer be used to measure company performance appropriately because performance appraisal using financial aspects has been considered an old or traditional way so that it is more focused on the company's short-term goals and tends to ignore the company's long-term goals. Therefore, BSC is needed so that the system of measuring company performance does not only emphasize financial aspects but non-financial aspects so that short-term goals and long-term goals can be achieved.
In addition to the performance measurement system, the reward system affects improving managerial performance. Rewarding companies have an important role because it can improve managerial performance. Fair and decent rewards for employees and managers will improve their work performance. With the existence of adequate rewards, employees and managers will feel at home and comfortable with their work. Awards or rewards are gifts received by employees of a company to exchange integration (Heng, et al., 2012) . There is a relationship between the reward system and BSC because it has benefits that are interconnected to achieve success in the future. BSC benefits managers to carry out analysis and evaluation for managerial performance. On the one hand, the BSC combines important metrics taken based on organizational strategies to determine the path for future profitability growth. The other side, that the reward system affects everyone to be committed and moti-vated to achieve organizational goals as suggested in the BSC. So that in fact, that between the BSC and the reward system has reciprocal relationships.
Performance measurement systems and reward systems have reciprocal relationships. Because this performance measurement system is reinforced by the existence of a reward system (Ulum, 2006) , if the performance measurement system used is right, the company can encourage employee motivation to work better because employees believe that the reward they will receive is based on the right size. This is also related to BSC because the presence of the BSC in the performance measurement system does not only cover the measurements of financial accounting because financial perspective measurement alone is not satisfactory. The presence of the BSC can assess the performance of the company and can obtain relevant information used by managers in making decisions. Lawler (1992) states that relevant information is information provided about the mission of a company and the performance needed by individuals to know how they should act so that the company's performance gets better. Ilgen, et al. (1979) , prove that the more information available about a job increasingly encourages people to be motivated to use their potential to achieve their work based on four perspectives.
Motivation is one of the factors that can influence managerial performance. Wilson (2012) , states that motivation is an action to influence other people to behave regularly. Robbins & Judge (2009) , motivation also has a relationship with BSC because they both want to realize the company's vision and goals so that the synergy and optimization of each mission can be achieved. If the four perspectives from the BSC can run well, then the employee will be motivated to obtain relevant information that will be used during decision making.
Considering the very tight business competition environment, in the midst of the complexity of business activities carried out by Bank Danamon, it certainly requires a performance measurement system that can provide a comprehensive perspective on the business so that the company will remain superior in the competition. At present, the existing Bank Convergence of Performance Measurement System and... Danamon performance measurement system is financial and non-financial, but there is an imbalance and an impression of bias towards company value because Bank Danamon still views financial and non-financial measurements as two things that are not related. This can be seen in 2016 Bank Danamon experienced a problem, namely the theft of customer money by leaders, managers, and bank employees. The case indicates that Bank Danamon Indonesia Surabaya Branch has not been able to contribute good performance, in the end, causing problems in the company. Another case that occurred was related to the reward system, namely mass termination of employment (PHK) in 2016, one of the reasons was overtime pay that was not given. This happens because giving rewards in the company is not given regularly in accordance with the achievement of employee performance. Therefore, many employees feel that their performance so far has not been valued and supported by the company.
Various cases have occurred in Bank Danamon Branch Surabaya, this is due to job dissatisfaction, lack of motivation in work, lack of a good reward system, and a performance measurement system that does not work in accordance with applicable policies and regulations, they feel that their work is not valued which made them finally prioritize personal interests above the interests of the company. So that the company has not been able to provide the best performance contribution, which in turn causes the overall performance of the company to be low and raises problems that occur in the Bank Danamon Surabaya Branch.
From the results of previous studies, the performance measurement system based on BSC can improve managerial performance. Faishol (2016) , research on the analysis of the effect of BSC implementation on managerial performance improvement states that the application of BSC through four perspectives can improve managerial performance and in the research of Ozturk & Coskun (2014), on A Strategic Approach to Performance Management in Banks: The Balanced Scorecard states that Balanced The scorecard has a positive influence on managerial performance. With the BSC approach in measuring performance and giving rewards to PT Bank Danamon Indonesia, Tbk Surabaya Branch, and expected to be able to represent the condition and ability of the company in optimizing the process of achieving the stated objectives.
HYPOTHESIS

Relationship of BSC-based Performance Measurement Systems to Managerial Performance
Performance measurement can improve quality. From the point of view of frequency reporting, the measurement of product performance will help employees develop the effectiveness of strategic work to improve performance (Locke & Latham, 1990) quickly. According to Wibowo (2011) , the purpose of a performance measurement system is to provide evidence of whether the desired results have been achieved or not and whether the load contained in place of workers produces these results. The evidence is in the form of work-related information and can improve performance because performance information provides managers with a more accurate prediction of the state of the ground, resulting in a better alternative decision with a series of effective and efficient actions. With the existence of the BSC, it allows the performance measurement system on all organizational lines to understand and be responsible and how it relates to the overall success of the organization, and with the BSC being able to provide relevant information. Kren (1992) , states that comprehensive performance information from a performance measurement system will provide more specific and relevant information for the decision making process so that it can improve the company's managerial performance. H1: BSC based Performance Measurement System has a positive effect on Managerial Performance Improvement.
Relationship of BSC-Based Reward Systems to Managerial Performance
Awards or rewards are gifts received by employees of a company to exchange integration (Heng, et al., 2012) . According to Nitisemito (1996) in Mulyani (2002) , stated that the effect of respect for employees is very large. High morale, anxiety, and loyalty of managers and employees are largely influenced by the amount of reward. The amount of reward received by employees and managers reflects the status, level of fulfillment, and recognition of needs enjoyed by employees and their families. If the service received is getting bigger, then the position will be higher, the fulfillment of the needs that are enjoyed more and the status of the employee becomes better. If the reward received by employees is greater, the employee's performance will be higher, on the contrary, if the reward received by employees is lower, then the employee's performance is also low (Ghazanfar et al., 2011) . In addition, according to Snapka & Copikova (2014) the reward and BSC systems have reciprocal relationships, because BSC is a sophisticated measurement tool to bind the reward system to performance because it can clearly communicate the expectations of the division or each department without losing focus on their respective roles in the overall strategy and success of the company. H2: BSC based reward system has a positive effect on Managerial Performance Improvement
Relationship of BSC-Based Performance Measurement Systems to Managerial Performance with Motivation as Moderating Variables
The performance measurement system will provide more specific and relevant information for decision making about what should be done in conducting performance assessments and performance improvements to improve managerial performance (Kren, 2006) . In this case, performance assessment serves as a motivational tool used to provide information about performance as expected. The importance of a performance appraisal system that is running well and objectively because there are two related interests here, namely the interests of the company and the interests of individual employees. Because employees who can contribute to the company need to get feedback on the contributions that have been given. The measuring instrument used in this performance measurement system uses BSC where the performance measurement system in the company does not look at the financial side but also looks from the non-financial side. The existence of a performance measurement system carried out by the company will motivate employees to provide relevant information used by managers in decision making so that employees work better because the work performance is very much needed by the company (Hernawan et al., 2014) . Performance that is always increasing from time to time will have a positive effect on the growth and development of the company. H3: BSC based performance measurement system has a positive effect on improving managerial performance at PT. Bank Danamon Surabaya Branch is moderated by motivation.
Relationship of reward system Based on BSC on managerial performance with motivation as a moderating variable
Siswanto in Halim, et al. (2009) , rewards are rewards for services provided by organizations to workers because they have contributed energy and thought to the progress and continuity of the company to achieve the goals set both in the short and long term. According to Mulyadi and Setyawan (2001) , states that rewards can increase a person's motivation towards performance measures so that someone decides how they allocate their time and effort. So, if people feel that the reward received is based on a good performance, then the motivation of people to try to reach the set goals will be high. With the existence of a reward system can motivate managers and employees to fulfill the objectives of the four perspectives in BSC, namely to improve financial performance, satisfy or meet customer needs, improve quality and reduce cycles for production, and encourage companies to become learning organizations while encouraging growth. Setya (2015), argues that the needs of organizational members through the provision of rewards both financial and non-financial rewards in the form of salaries, bonus benefits and various facilities that can affect the performance of employees and can foster high motivation in work H4: BSC based reward system has a positive effect on improving managerial performance at PT Bank Danamon Indonesia Surabaya Branch moderated by motivation.
METHOD
This research is quantitative research. The data analysis method used in this study uses the moderated regression analysis (MRA) approach with the IBM SPSS 20 program. This study uses a population of employees and managers (middle managers and lower managers) at PT Bank Danamon Indonesia, Tbk Surabaya Branch. Based on the population, samples were chosen based on several criteria, namely having a position as a manager working for a company, namely middle level managers (branch managers, department heads), lower level managers (supervisors), and employees who served at least three years. This criterion is used with the consideration of the respondent having the time and work experience so that he can identify and determine the appropriate questionnaire answers. The number of questionnaires distributed was 70 questionnaires, while the questionnaires returned were 59 questionnaires.
Variable Measurement
Managerial performance was measured using a questionnaire instrument with 8 questions based on BSC that are financial perspective, customer perspective, internal business process perspective, and perspective of growth and learning processes, developed by Mahoney et al. (1963) , This variable assessed using a measurement scale that uses a Likert scale with five alternatives. The performance measurement system is measured using a questionnaire instrument with four indicators that is financial perspective, customer perspective, internal business process perspective, and perspective of growth and learning processes, developed by Dewi (2013) . This variable was assessed using a measurement scale using a Likert scale with five alternatives. The reward system is measured by instruments based on BSC perspective that is financial perspective, customer perspective, internal business process perspective, and perspective of growth and learning processes, used by Ittner & Larcker (1995) , and modified. These questions lead to what has been felt by employees. This variable was assessed using a measurement scale using a Likert scale with five alternatives. Motivation is measured using a Likert scale and BSC-based questionnaire instrument, that is financial perspective, customer perspective, internal business process perspective, and perspective of growth and learning processes, developed by Naryanti (2013) , and modified. This variable was assessed using a measurement scale using a Likert scale with five alternatives.
Conceptual framework
Based on the theoretical foundation of the above application, the framework of thought in this study can be described by the research model as follows. This study uses a survey method, which is given to employees and managers (middle level managers and lower level managers) at PT Bank Danamon Indonesia, Tbk Surabaya Branch. The number of questionnaires distributed was 70 questionnaires, while the questionnaires returned were 59 questionnaires, so the rate of return was 84.28%. shows that each variable has a r count greater than rtable which is 0.268 as the limit value of a research questionnaire item, so the item questionnaire on each variable is valid and can be used to measure the variables under study.
Test Validity and Reliability
Validity test is done to do whether the measuring instruments that have been prepared have validity or not. Criteria set for measuring valid or whether the data is r count is greater than rtable at a significant level of 5% (Arikunto, 2010) . In accordance with the theory can be seen from Table 3 shows that the instruments for each research variable are reliable because  counts> 0.6. On performance measurement system variables have  arithmetic 0.695> 0.6. The reward system variable has a calculated  of 0.729> 0.6. The motivation variable has  of 0.740, and the dependent variable is managerial performance has  count 0.686> 0.6.
CLASSIC ASSUMPTION TEST Normality Test
The significant value of the performance measurement system is 0.77. The significance value of the reward system is 0.60. Motivation is 0.442, and the managerial performance significance value is 0.152. Based on the significant values in the Kolmogorov-Smirnov Test table in the Asymp Sig column, the significant value of the independent and dependent variables is more than 0.05 so that it can be concluded that the independent variables and dependent variables are normally distributed. This is in accordance with Gujarati theory (2010) which states if sig. Greater than 0.05 then normal distribution, but if less than 0.05, then the data is not normally distributed. Table 5 shows the results of the heteroscedasticity test that the sig value. the performance measurement system is 0.181> 0.05. Sig value reward system 0.521> 0.05 and sig value. Motivation 0.660> 0.05. Based on the significance In the collinearity statistics column, the VIF value of the three independent variables is below 10, and the tolerance value is above 0.1, so it can be concluded that there are no symptoms of multicollinearity.
Model
Sig. Table 6 shows the results of the F statistical test with a significance value of 0,000, indicating that all the independent variables affect the dependent variable, namely managerial performance. This means that the research model used is fit so that it can be used to predict managerial performance.
values of the three independent variables, it can be concluded that there are no symptoms of heteroscedasticity. Table 8 shows that the performance measurement system variable has a sig value of 0.395. The reward system has a sig value of 0.147. The performance measurement system interaction with motivation has a value of sg of 0.383 and the interaction of the reward system with motivation has a sig value of 0.064 so that it can be said that each variable has a significance value of more than 0.05 so that it does not significantly affect managerial performance or Ha is rejected and Ho is accepted.
DISCUSSION
The results of the study cannot prove that the BSC-based performance measurement system cannot improve managerial performance. The results of this study are consistent with the research of Shoffiani (2013) and Shinta (2016) . The research hypothesis is not influential because the performance measurement system in the company is not good and affects the performance appraisal so that the company cannot know the results of employee performance clearly and the goals that have been set are not in line with expectations. This statement is supported by previous research stating that, measurement of performance needs to be done to find out whether during the implementation of the performance there is a deviation from the predetermined plan, or whether the performance is carried out according to the specified schedule or whether the performance results have been achieved as expected (Wibowo, 2011) . In addition, it can be proven in the questionnaire question that the company pays little attention to the growth perspective & development. Namely, the company does not provide opportunities for employees to develop capabilities and initiatives so that it can be said that companies pay less attention to employee welfare. Shoffiani (2013) one of the goals from the perspective of learning & growth is to give satisfaction to employees to cause these employees to survive and be productive in generating profits despite fluctuations. The development of company performance is determined by the effectiveness of leaders and managers in managing business activities, work productivity, and active participation in each. This performance improvement must be balanced with the provision of fair and decent rewards so as not to damage the culture of the organization (Mangkunegara, 2005) .
The results of the study prove that the reward system cannot improve managerial performance. The results of this study are consistent with the research of Handayani (2013) , Dewi (2013) and Lesmana (2011) . This shows that rewards that can improve performance can sometimes not improve performance. One of the causes of the reward system that does not affect performance is that employees are not satisfied with the reward given by the company. This is supported by the statement of Handayani (2013) that the worse the reward is given to employees, the worse their work performance will be. This hypothesis does not affect can be proven in the questionnaire questions in the customer perspective section relating to the recognition of management performance. In this section, many respondents answered that they were dissatisfied so that it could be said that the company had not implemented the BSC and had only focused on the financial perspective and paid little attention to other perspectives. Therefore, BSC is needed in implementing a good reward system in the company. BSC is a comprehensive measure of performance and is expected to realize good corporate financial performance as measured in four BSC perspectives. So that BSC is needed in implementing a reward system because BSC is a sophisticated measuring instrument to bind the reward system to performance because it can communicate the expectations of the division or each department without losing focus on their respective roles in the strategy and overall success of the company. It can be concluded that companies that have a good performance measurement system that is based on BSC, the company targets are clear so it can motivate employee performance to achieve company targets so that employees who have achieved these targets can get the desired reward.
The results of the study also prove that motivation is not able to moderate the BSC-based performance measurement system on improving managerial performance. The results of this study are not in accordance with Amalia's research (2017) and accordance with Budiman's research (2011). This result is because the company has not been able to implement a performance measurement system properly, so it does not cause motivation in doing its work. The better a company measures performance against its employees, the more the company will improve the performance of its employees so that by increasing performance, the quality that becomes the main goal will be achieved (Shoffiani, 2013) . This research motivation cannot moderate the performance measurement system of managerial performance at Bank Danamon Indonesia, Tbk Surabaya Branch. This means that companies have not been able to implement a performance measurement system properly so as not to cause motivation in doing their jobs. The implementation of a performance measurement system in a company is very important because to know the characteristics and quality of performance and identify what actions need to be taken to make improvements to improve work. This is supported by Shoffiani (2013) , the better a company is measuring performance against its employees, the company will improve performance on its employees, so that by increasing performance the quality that is the main goal will be achieved.
This study proves that motivation is not able to moderate the BSC based reward system on managerial performance. The results of this study are in accordance with Setya's research (2015) and Muryanto (2011) . This hypothesis does not affect can be proven in the questionnaire questions part of the growth & learning perspective, namely the opportunity given to get a promotion. In this question, many respondents answered that they were not satisfied, so that it could be said that the company did not provide rewards that were in accordance with the level of achievement of employees. Therefore, the management of Bank Danamon needs to pay attention to the rewards given to its employees. Because many employees do work activities feel inadequate by giving the salary they receive. In addition, rewards must be in harmony with what is desired by the employees concerned, because thus employees will feel they have a close working rela-tionship with the company where they work and they will feel valued and supported in their work.
IMPLICATIONS
The results of this study provide empirical support for the BSC. The theory explains how to assess performance in an organization. This theory refers to how to measure performance by assessing performance in the company so that the assessment will produce information that can be used for the company by using financial aspects and nonfinancial aspects as outlined in four perspectives, namely financial perspective, customer perspective, process perspective internal business, and growth & learning perspectives (Garrison et al., 2014) . In this case, it is possible that a performance measurement system that is not based on the BSC cannot improve managerial performance. The BSC based reward system is not a factor that can improve managerial performance. This is because giving a bad reward will affect the work performance of employees so that it cannot produce a good performance. This research also provides practical implications for PT Bank Danamon Indonesia, Tbk Surabaya Branch, and it is important to implement the BSC well in the company so that company activities can run well in accordance with what is expected and can improve the performance mechanism in the company. In addition, companies need to pay attention to the number of rewards given to improve employee performance.
CONCLUSIONS AND RECOMMENDA-TIONS Conclusions
This study aims to determine the effect of the performance measurement system and reward system based on BSC on managerial performance with motivation as a moderating variable in PT Bank Danamon Indonesia, Tbk Surabaya Branch. The results of this hypothesis testing performance measurement system did not significantly influence managerial performance, the reward system did not significantly influence managerial performance, motivation as a moderating variable was not able to moderate the relationship between performance measurement systems and managerial performance, and motivation as a moderating variable could not moderating the relationship between the reward system to improve managerial performance. Based on the results of hypothesis testing, it can be seen that all independent variables have a non-significant effect. Then, the moderating variable used in this study is that motivation cannot moderate the relationship between the independent variables on the dependent variable. This is because the motivation of the company in the study is due to dissatisfaction with giving rewards that affect the performance measurement system in the company.
Recommendations
Suggestions for PT Bank Danamon Indonesia, Tbk Surabaya Branch, should be concerned about improvements in the performance measurement section so that it can help managers assess performance so that they can improve managerial performance in planning, control, and decision making. Because of the mistake in choosing a performance measurement system can result in unexpected performance. As well as causing employees not motivated to work so that it can affect the reward system in the company. Then, suggestions for the next researcher should be able to do a test again to do a test to explain the influence of each variable in this study. Researchers can then add more samples so that they can produce better results.
